By use of multiple logistic regression analysis of the questionnaire data of 465 knowledge-based staff in the culture industry of a province in the Western China, the author has found that the three main factors related to job satisfaction and the turnover intention are not simply negatively correlative, which differs from the former classical studies of relationship between job satisfaction and turnover intention. This research has discovered that 1) the factor of career development satisfaction is not predictable on the turnover intention probability; 2) the turnover intention of the knowledge-based staff who have low satisfaction with the job itself is not higher than those who have high satisfaction with their jobs; 3) the turnover intention of the staff with low pay satisfaction is lower than those with high pay satisfaction, that is, the knowledge-based employees with higher pay satisfaction have correspondingly higher probability of turnover intention, compared with those with lower pay satisfaction; 4) such covariates as gender, age, educational background, professional title, income level, position, working years, the number of previous work units being considered, all mentioned demographic characteristics above but the income level have no significant influence on turnover intention; the employees with low income levels are more unwilling to leave than those with higher monthly income level.
Introduction
In recent years, the rapid development of Chinese culture industry has been accompanied by the increasing turnover of knowledge staff in some cultural enterprises. What are the relationships between the job satisfaction of knowledge staff of those enterprises and their turnover? Is the mode similar to that of the knowledge staff in IT industry, colleges and research institutes? Who have the highest turnover intention among the knowledge staff of cultural industry? All these questions need to be further studied so as to establish a precise early warning system against the resign of knowledge staff and to prevent excessive loss of knowledge staff of culture industry in western China.
The research results of most scholars at home and abroad have indicated that job satisfaction and turnover intention are negatively correlated and positively correlated with their tendency of stay; some researchers have even found that there is no significant correlation between job satisfaction and turnover (Porter et al., 1973) [1] . Existing research have shown that there are differences in demographics in terms of job satisfaction. When it comes to the relationship between age and job satisfaction, some studies have found that age and job satisfaction is positively correlated, that is, job satisfaction grows higher with age (Bluedorn, 1982; Martin, 1979) , negative correlated (Muchinsky et al., 1978) , not significantly correlated (Ronen, 1978; Nassab, 2008) . And some other research has proved that the correlation between age and overall job satisfaction is shown as a U-shaped model (Herzberg, Mausner, 1957) , inverted U-shaped (Wang Zhigang, Jiang Huiming, 2004), and J-shaped model (Saleh, 1964) ; as for the correlation between gender and job satisfaction, some experts believe that no simple conclusion can be drawn on the distinction of job satisfaction of men and women (Herzberg, 1957) , while Chinese data has shown that female employees have higher job satisfaction than males (Wang Zhigang, Jiang Huiming, 2004), and Ismael & Richard (1991) has discovered that female teachers have higher job satisfaction than male teachers; the correlation between years of working and job satisfaction remains inconclusive. According to some research, the longer the length of service is, the higher the employees' job satisfaction (Martin, 1979) , although some others have proved the job satisfaction of the employees with more years of working is lower than that of those with shorter length of service (Lin Zheng, 1999; Gibson & Klein, 1970) . There is also a study which has found that age only has significant influence on the working relationship of women (Shott, Albright & Glennon, 1963) ; the correlation between the degree of education and job satisfaction is uncertain, because experts have argued that they are positively correlated (Shi Pu, 1991), negatively correlated (Blegen & Muller, 1987) and not significantly correlated (Ding Hong, 1987) .
In terms of the research objects of the knowledge staff, we mainly focus on teachers and professors in colleges and universities and the employees of scientific research institutions and IT companies. On the research methods, Chinese scholars used to apply correlation analysis to study the relationship between job satisfaction and turnover intention and have currently employed structural equation model in their analysis. Correlation analysis can only verify the correlation between job satisfaction and turnover intention, but cannot manifest the causality between the two; in essence, structural equation model is the regression analysis of exploratory factor analysis basis which can analyze the causal relationship or path relationship of them but cannot tell the probability of job satisfaction affecting turnover intention. Based on the questionnaires of the knowledge employees in the cultural industry of a province in Western China and PCA (principal component analysis), this study adopts multiple logistic regression model to analyze the degree of probability of work satisfaction affecting the turnover intention. This study takes the knowledge staff in the cultural industry of the western region as the research objects; thereShi Yinlei (2007), through relevant analysis, found that all dimensions related to job satisfaction but career development were negatively correlated to the turnover intention. He Guifen (2009) concluded from certain research that the job satisfaction of the employees in IT enterprises had significant negative correlation with their turnover intention and had certain predictive effect on turnover intention; the most important dimension affecting the turnover intention of IT employees is the work content, followed by supervisors' supervision, salary and welfare, role load, role ambiguity and career development successively. Wang Dongqian (2013) believed that the five dimensions related to the job satisfaction of knowledge employees are all significantly negatively correlated to the turnover intention. Among others, leadership management satisfaction had most negative correlation with turnover intention, while individual development satisfaction had least negative correlation with turnover intention. Yang Xiuwei et al. (2005) took teachers in universities and colleges as the objects of study and pointed out that three dimensions of job satisfaction, namely, the work itself, leadership management and interpersonal relationship, had significantly negative influences on turnover intention. Cheng Yu (2010) proved that job satisfaction of IT employees had significantly negative correlation with their turnover intention. Among all dimensions accounting for job satisfaction, satisfaction with the working conditions, leaders behaviors and external reward had significant influences on their turnover intention; He Xiongwei (2009) found that work payoff and work tasks of the work satisfaction had significant influences on the turnover intention of university and college teachers. About the relationship between age and job satisfaction, some studies have found that age is positively correlated with job satisfaction, and the higher one's age, the higher job satisfaction he/she has (Bluedorn, 1982; Martin, 1979) , negatively correlated (Muchinsky et al., 1978) , and not significantly correlated (Ronen, 1978; Nassab, 2008) . And some other research has proved that the correlation between age and overall job satisfaction is shown as a U-shaped model (Herzberg, Mausner, 1957), inverted U-shaped (Wang Zhigang, Jiang Huiming, 2004), and J-shaped model (Saleh, 1964) ; as for the correlation between gender and job satisfaction, some experts believe that no simple conclusion can be drawn on the distinction of job satisfaction of men and women (Herzberg et al., 1957) , while Chinese data has shown that female employees have higher job satisfaction than males (Wang Zhigang, Jiang Huiming, 2004), and Ismael & Richard (1991) has discovered that female teachers have higher job satisfaction than male teachers; the correlation between years of working and job satisfaction remains inconclusive. According to some research, the longer the length of service is, the higher the employees' job satisfaction (Martin, 1979) , although some others have proved the job satisfaction of the employees with more years of working is lower than that of those with shorter length of service (Lin Zheng, 1999; Gibson & Klein, 1970) . There is also a study which has found that age only has significant influence on the working relationship of women (Shott, Albright & Glennon, 1963) ; the correlation between the degree of education and job satisfaction is uncertain, because experts have argued that they are positively correlated (Shi Pu, 1991), negatively correlated (Blegen & Muller, 1987) and not significantly correlated (Ding Hong, 1987) . fore the research conclusion will further enrich the empirical research results of the relationship between the job satisfaction and turnover intention of Chinese knowledge staff.
Measuring Tools, Sampling Methods and the Demographic Variables of Samples

The Measuring Tools and Credibility
The Job Satisfaction Survey is based on modified Employee Satisfaction Questionnaire [2] of Tsui (1992) and the Minnesota Satisfaction Questionnaire (MSQ). Likert's Five-Scaling Method is adopted to score the subjects' satisfaction and make evaluation. "1" represents total disagreement, "5" strong agreement, the higher the score, the higher the job satisfaction. The Job satisfaction scale overall Cronbach a consistency coefficient is 0.778, meeting the usually recognized requirement of internal consistency reliability above 0.6 [3] .
The turnover intention falls into far from intense, not very intense, common, relatively intense, very intense, and the assignments of the five points with Likert Scale are 1 -5.
Sampling Method
The Questionnaire takes "Directory of the First Batch of Key Cultural Enterprises of ** Province" as a sample frame, covering such seven industries as cultural tourism industry, publication and distribution industry, film and television industry, entertainment and leisure industry, printing industry, animation game industry and creative design industry. About the definition of knowledge employees, in the actual survey, the data of employees with a junior college degree and above have been collected. 1000 questionnaires have been issued and 546 of them taken back, with a questionnaire recovery rate of 54.6%. The number of effective questionnaires is 465 and the effective questionnaire recovery rate 46.5%.
The Demographic Variables of the Samples
The general information of the demographic statistics of the questionnaires is as follows.
( (7) Years of working. 5 years and below 12.3%, 6 -10 years 14.7%, 11 -20 years 22.5%, 21 -30 years 25.0%, 31 years above 25.5%.
(8) The number of previous work units. No previous work unit 37.0%, 1 (22.0%), 2 (21.5%), 3 (11.5%), 4 (3.5%), 5 and above 3.5%.
Factor Analysis
Factor Analysis Validity Test
KMO and Bartlett's Test of Sphericity are used to test whether the samples are suitable for factor analysis. The SPSS17.0 analysis results showed that the KMO measure value of the samples is 0.916, the Approximate Chi-Square value of Bartlett's Test of Sphericity is 2029.539, P value reaches 0.000, so the indicators show that the samples are suitable for factor analysis (see Table 1 ).
Factor Extraction
According to the rule that the factor feature value is greater than the threshold value of 1, three common factors have been extracted, and the cumulative resolution reached 71.402%, which shows that the overall explanatory power of the common factors is stronger.
Factor Induction
Use Varimax to rotate the factors and determine which factor each item belongs to according to whether the factor loading value of each item reaches 0.5 as the threshold value (see Table 2 ). The research based on the factor analysis method has found that the job satisfaction of knowledge staff in the cultural industry includes three main factors: the first main factor is related to the job itself, including reflecting individual professional knowledge level, the opportunities giving play to their specialty, the growth opportunities, reflecting one's value, the creativity and degree of freedom of the job itself, etc.; the second main factor is career development, including the status of cultural industry in the regional industries, the prospects of the industry itself, the prospects of the unit, etc.; the third main factor is the pay, including the competitiveness of the pay, income rationality and pay fairness and so on.
Multiple Logistic Regression Analysis
On the basis of the above factor analysis results, multiple logistic regression analysis has been made with the work itself, career development and pay factor as explanatory variables, and gender, age, education, income, etc. as control variables, in order to determine the probability of job satisfaction affecting turnover intention. 
Model Test
Establish a multiple logistic regression model with the work itself, career development and pay factor as explanatory variables and turnover intention as a dependent variable. "-2LL" Likelihood Chi-Square test. From the initial model to the final model, "-2LL" value reduces by about 70, and the model has been improved significantly. The probability of the model test sig. value is .000, which indicates that the model's degree of fitting is good (see Table 3 ).
Probabilistic Forecasting of Job Satisfaction on Turnover Intention
In the multiple logistic regression model, the four groups of data of turnover intention are compared with the last group with "very intense" turnover intention. From Table 4 "Test of the Multiple Logistic Regression Model", the following conclusion can be drawn.
(1) There are no significant differences in the influences of the career development factors on the five groups of turnover intention. Compared with the group with "very intense" turnover intention, the significances of the influence probabilities on the other four groups of turnover intention to different extents are all above 0.05. This indicates that at the probability level of 0.05, the influences of the differences in career development satisfaction on the turnover intention do not cause discrepancy with statistical significance. In the existing research conclu- sions about the relationship between the job satisfaction of knowledge staff and their turnover intention, whether the career development factors have impact on the turnover intention have not come to a consistent conclusion: some research has concluded that career development has no effect on turnover intention, while others think career development has certain predictive effect on the turnover intention. Based on the samples of the knowledge staff of the cultural industry of West China, the research shows that different Knowledge workers in the western region culture industry as samples of research shows that different career development satisfactions has little influence on the probability of the turnover intention, that is, the turnover intention of the knowledge employees of the cultural industry in the West region cannot be predicted by career development satisfaction.
(2) The influences of the work itself on the group with "very intense" turnover intention and that with "far from intense" group are significantly different. Compared with the group with "very intense" turnover intention, the significance of the influence probability of the satisfaction with the job itself on the group with "far from intense" turnover intention is 0.011, which indicates that under the significance level of 0.05, the influences of the satisfaction with the work itself on the turnover intention have statistically significant difference. According to the model, a predictor formula can be written: the number of the employees who have lower job satisfaction and choose "far from intense" turnover intention is 4.416 times as large as that of those with higher job satisfaction. In other words, in the cultural industry of the western region, the turnover intention of the knowledge staff with lower satisfaction with the work itself is not higher than that of the knowledge workers with higher satisfaction with the work itself. Some empirical research of our country indicates that the satisfaction with the work itself of knowledge staff and the turnover intention has significantly negative correlation. Nevertheless, the result of this research that adopts multiple logistic regression analysis to analyze the influence of the satisfaction with the work itself on the probability of the turnover intention is not consistent with that. On the contrary, the turnover intention of the knowledge employees in the cultural industry of the western region who have lower satisfaction with the work itself is lower than that of those with higher job satisfaction. The analysis of possible reasons will be done later.
(3) Among the groups with "very intense" turnover intention, "far from intense" turnover intention and "not very intense" turnover intention, there were significant differences in the influence of pay satisfaction. Compared with the group with "very intense" turnover intention, the significances of the influence probabilities of pay satisfaction on the groups with "far from intense" and "not very intense" turnover intention are 0.013 and 0.034 respectively. This shows that: under 0.05 significant level, compared with the group with "very intense" turnover intention, the influences of pay satisfaction on the groups with "far from intense" turnover intention and "not very intense" turnover intention and the influence on the group with "very intense" turnover intention are statistically significantly different. According to the model: the number of employees with lower pay satisfaction and "far from intense" turnover intention is 3.551 times as large as that of those with higher pay satisfaction; the "not very intense" turnover intention of the employees with lower pay satisfaction is 2.995 times than that of those with higher pay satisfaction. That is to say, the turnover intention of the employees with low pay satisfaction is far lower than that of those with high pay satisfaction, or in other words, the knowledge employees with high pay satisfaction have correspondingly higher probability of turnover intention than those with lower pay satisfaction. This is different from the existing research conclusion in China.
Probabilistic Forecasting with the Demographic Variables
Gender, age, educational background, professional title, monthly income level, position, years of working, the number of previous work units being considered as the covariates, establish a multiple logistic regression analysis model with the three main factors of satisfaction such as the work itself, career development and pay as explanatory variables in order to predict the probabilities of the turnover intention of different extents. The established model shows that when the above demographic variables as the covariates, only the monthly income level variable can pass the significance testing, therefore the below model building will take monthly income level as a covariate and job satisfaction factor as the explanatory variable, to forecast the probability of different turnover intentions.
"−2LL" likelihood Chi-Square value from 403.096 in initial model to 321.392 of the final model, "−2LL" value reduces by 81.704，which indicates that the model improvement is obvious. Meanwhile, the probability sig. value of model test is 0.000 (see Table 5 ), which indicates that the degree of fitting of the model is good. The model regression results are as follows:
In the multiple logistic regression model with monthly income level as the covariate, the group with "very intense" turnover intention is a control group. That is, the four groups with different levels of turnover intention are contrasted with the group of "very intense" turnover intention, to determine whether the turnover intention levels of the two groups are significant different. From the model of Table 6 , the following conclusion can be drawn.
(1) The influences of the work itself on the groups with "not very intense" and "very intense" turnover intention are significantly different. Compared to the influence on the group with "very intense" turnover intention, the probability significance of the influence of the work itself on the group with "far from intense" turnover in- tention is 0.011, which shows that: under 0.05 significance level, the impact probability of the work itself on the group with "far from intense" turnover intention reaches statistical significance. The prediction formula, written according to the results of the logistics model: the number of the employees with low satisfaction with the work itself who choose "far from intense" turnover intention is 6.259 times than that of those with high satisfaction with the work itself. In other words, after gender, age, educational background, professional title, monthly income level, position, years of working and the number of previous work units being considered as the covariates, none of the factors in the covariates has significantly different influences on the turnover intentions of the two groups, i.e., the probability of the knowledge employees with low satisfaction with the work itself having "far from intense" turnover intention is much higher than those with high satisfaction with the work itself.
(2) Compared with the group with "very intense" turnover intention, the probability of the influence of the monthly income level on the group with "not very intense" turnover intention is significantly different, while the influence probability of the work itself, career development and compensation on the turnover intention of this group is not differential. The influence significance value of monthly income level on the group with "not intense" turnover intention is 0.044, which shows that: under significance level of 0.05, the impact probability of monthly income level on the group with "not very intense" turnover intention is very significant. The prediction formula can be written: the number of employees with low monthly income level who choose "not very intense" turnover intention is 22.283 times that of those with high monthly income level. That is to way, the intention of the employees with low monthly income level in the cultural industry of the western region is much higher than that of those with high income level.
(3) such covariates as gender, age, educational background, professional title, income level, position, working years, the number of previous work units being added, the influences of the work itself, career development and compensation satisfaction on turnover intention, compared to the group with "very intense" turnover intention, make little difference to the groups with "common" and "very intense" turnover intention. That is to say, after the above covariates being added, the work itself, career development and compensation satisfaction had no predictability on the turnover intention of the groups with "common", "relatively intense" and "very intense".
Result Analysis and Inspiration
Result Analysis
(1) This study has found that, for the knowledge-type employees in the culture industry of the western region, career development cannot predict the turnover intention. This empirical result is different from the existing research results on the correlation between the job satisfaction and turnover intention of knowledge employees. It is probably because that the respondents of this paper are different from previous objects of study. Generally, the objects of study who could lead to the conclusion that the career development and turnover intention are negatively correlated are teachers in universities and colleges as well as staff in science and technology institutions. With higher professional knowledge level, higher requirements on specialty accuracy, and more support from organizational and external environment for their career development, they have stronger pursuit of career development, compared to the knowledge employees of cultural industry. As it were, career development is the lifeline of this group of knowledge staff. Comparatively speaking, eagerness degree of the knowledge staff in cultural industry for career development is lower. Therefore, we should be very prudent while using satisfaction of career development to predict the turnover intention of the knowledge staff in the culture industry of the western areas.
(2) Another conclusion of this study is also very interesting: the turnover intention of the knowledge employees with low satisfaction with the job itself is lower that with high satisfaction with the work itself; and those with high monthly income level have stronger turnover intention. Two reasons may explain this phenomenon. First, the objects of study work in the cultural industry of western region where the market development level is relatively low. Most knowledge employees studied by existing research of China are from eastern region or IT industry with higher marketization level. In our country, however, the reform in the fields of cultural undertakings is in progress and the marketization levels of various factors in the fields are under way. The Western China, the degree of development of the human capital market of relatively lagging behind, has fewer available work opportunities and lower human capital flow smoothness, which causes that some employees have low satisfaction with the work itself and compensation but are unwilling to quit. Second, the high income group with abundant human capital in the cultural industry of western region has the ability to seek the return of value matching that; once the external environment is suitable, they can get better job opportunities, so they tend to have higher turnover intention. In recent years, the booming cultural industry in East China has provided more and better job opportunities, which has contributed stronger turnover intention of the knowledge staff with higher income in the cultural industry of West China. This requires further in-depth discussion in future research; besides job satisfaction, the demission behaviors need to be discussed from such variables as external job opportunities.
(3) In the probability model of job satisfaction affecting turnover intention, after the 8 covariates being added, all statistical characteristics but monthly income level do not have significant influences on turnover intention. This conclusion is also different from some existing analysis results. The value of this research conclusion lies in that it does not simply discuss the differences of a certain characteristic in terms of work satisfaction, but combine various characteristics with job satisfaction to build an integrated model, improving the synthetic prediction accuracy of various characteristics and able to "target" at the group with stronger turnover intention more accurately. If we studied the differences of one of the variables with job satisfaction Under the probability level of 95%, the synthetic judgment accuracy of the 8 covariates is only 0.66 (0.95 × 0.95 × 0.95 × 0.95 × 0.95 × 0.95 × 0.95 × 0.95 = 0.66), while the overall judgment accuracy of the model we built on the 8 characteristics as covariates is 95%. It may also be the reason why this research conclusion is different from some existing analysis results. Moreover, this analysis conclusion is more valuable in practical operation. In practice, it is necessary to accurately adopt the characteristics provided by the analysis conclusion to judge the probability of the turnover intention; if the analysis conclusion based on a singular factor is used to an individual with different characteristics in one, it is difficult to reach judgment with high accuracy. The comprehensive model this paper has built can accurately point out that income level is an important indicator to judge the probability of turnover intention, while other characteristics are not significant.
Inspiration
(1) With the knowledge workers in the culture industry of Western China as the objects of study, the empirical research conclusion on the relationship between job satisfaction and turnover intention is not exactly the same as the existing analysis conclusions. This suggests the complexity of the correlation between the job satisfaction and turnover intention of knowledge-based employees, which can't be simply predicted with the relation model of between work satisfaction and turnover intention of the knowledge employees from other countries, industries or regions. Instead, the characteristics of knowledge employees in cultural industry different from those of employees in universities, colleges, research institution and IT industry must be considered and further researched, so as to improve the accuracy of predicting the turnover intention with work satisfaction in practical operation.
(2) The turnover intention of the knowledge employees with low satisfaction with the work itself is not higher than that of the knowledge workers with high satisfaction with the work itself, which is against the existing conclusion in the academic field. This reminds us that there are some "zombie" knowledge employees in the cultural industry of western region, and their low work satisfaction will adversely affect the creativity at work. This group of knowledge employees is not the focus of turnover intention forewarning management, but the main incentive objects.
(3) In current practice, the preferential tool of preventing the drain of knowledge staff in the cultural industry of western region is high salary, and turnover forecasting management of the group with higher pay is neglected. Our research has found that the knowledge employees with high pay satisfaction and income level have higher probability of turnover intention than those with low pay satisfaction and income level. This indicates that the latter group should be the main objects of turnover forecasting management in the cultural industry of western region. Meanwhile, tools other than "high pay" should be discovered to effectively forecast the turnover intention of the group with high income level and pay satisfaction.
